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Compary Name BROOKHAVEN NAT*L LAR. Cortact STAT
Rddress Building 18% Title Compeys L

Uptar, N.Y. 11973 Telephcne #

Datel{s) of Interview: 978788
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What is compensaticn approach? (How orpanizaticon manages and why?
Lok ta internal structure primarily, and want to pay market
secondarid ly.
. Hire at, above, o below market salary rates, recrultment
bornuwses used? Because a little below market, they may hire
slightly less than market.
1. Entry ve. senior level hires. Noo difference in approach,
except gernerally a better relocation package for senicor hires.

B. Geographic vs., mnaticnal pay schedules and why. A national
market for Seientists & Ergineers (5&E7s). Use
local /regional markets foorr their administrative and marnagement
R al= Y ul-

C. What are special compensation programs for supervisors and
nom-mangerial staff? Do try to pay supervisors more thar oo
supervisors, but they all have the same classificatior.

D. Ray adjustments—Rased on market, profitability or 7 Hasis is
the market tempered by the operating budpets
1. Imcrease or Salary Management? Both are weighed but
greater emphasis 16 o increase management-—there are no tops
—oaf-rarnges for their S8E7s.

2. Freguency. Arrmual

He Merit increase distributions (commorn date o friversary?
exceptions or mid-years) based on individual?se performance.
Coonmon date (October 1. Do have some mid year increases,
promot ions are normal ly recognized upon reassigmments with a
modest promoticonal incorease.

4. Fmount of dnorease tied to performance?  Yes,there is an
indirect tie. Ferformance MAppraisals are to be taker into
acoount Of ANCreases. Written justification is requested onm
larger merit increases and a&ll promotdcos.

e Can none-supervisory pay egual or exceesd executive pay
{(cdual ladder—have it; youwr views)? Yes, within the same
crganization for a very strong individual contributor with a
maticmal Jinternational reputaticor. This is determined by
upper marnagement. The Department Chairmanship is viewed by
many as "your turn in the barrel, " so there may be recent ex
Dept. chairs whose salary is still high as well.
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. Lead, lead/lag or lag; market target at x % +/— market?
Pursue a lead/lag, but have never achieved the goal of being o
market o average for the entire year. '

How important is uniformity of pay across different business
lires and organizaticns?

1. Urid formity /s, Flexibility. Have tried to maintain

und Formity For their senior staff as consistent with the
market. Give their managemernt discipline plots and asie them
to take the information into account during the salary setting
LI @SS,

o salaries are impacted by
limited Ffunding.

Roughly what portion of total compensaticrn is bonuses or other
forms of at risk pay? None

What is purpose of putting pay at risk? N/A

Who carn make exception to your start salary rules?  What can
they change?
1. Naticrmal office only? (What carn they waive?)
o Divisicw VD
3. Manager/Supervisor?
Have only one site. O S&E start salaries, they have mirnimums
orly. Freguency distributicons are given to management. Feeyres
are cited for DOE level cases (salaries B $60K/year or move).
Little hard constraint other tharn normal operating budget
comstraints and sound marnagement practices.

Added Compernsation for passing clearance (lifestyle
restrictions——car’t publish, etc.). Do’ have the
prablem—--99% of the work is unclassified

Fremium pay (avertime, hazardous duty pay) for professional
emplaoyees? .
1o Do have it7  No overtime for professionals, or hazardous
pay at all.
e Who is eligible and under what circumstarnces?

What do you disclose about youwr pay system to emplovees?
Classification descoriptions?  Yes.
Rate ranges? Minimum salaries for S&E's (there are
topg—aof-ranges) ; rate ranpes for others.
Folicies/procedures? Yes.
Individual pay rates? No.
Other? No.

RECRUITING AFFROACH

What do you sell to recruit staff?

page &

New Graduates/Experienced: Try to sell them everything
Evookhavern has to appeal to the individual:
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A Salary. They have limited ability to shine here.
There has recently been a problem in bringing in peaple
from outside of the area because of the high housing
costs nowg this problem has arisen in the last four ore
five years.

E. Renefits including deferred compensatior. They are

able to offer all monthly paid people an accorual rate of

24 days of vacatiow per year to start, but it doesnit

1M Eane.

C. Career with firm

D. Opportunity tao work with latest technology.

Facilities are first class

E. Impocortance of projects, to?

Fo PFrofit sharing

G. Perguisites (work enviromment). The work envirvonmernt

is collegial.

He Rixility to work with first class organizaticon (yours)
Aa. best minds. A super staff to work with at
Erookhaver.

b at cutting edge, or? The work itself-—it is exciting
arnd T Weaporis.
fagt ?

I. New Grad traiving program?  Don’t birve many new

grads and rno special S5&E programs.

Je. fny other thoughts/concepts?  They are looking at

inmovative pay approaches to attracting and retaining

pecple ncow. They are doing & swvey of ivmnavative
compensation approaches.

What would do to attract & worldd class talent (PFhRD in Mathematicos,
MIT — exception, wot pipeline talent. The scientific community
kriows the "hot shots. " They try to give them special staff
support, freedom to pursue interesting work , pay a good
salary, and they can offer them tenure touo,
A.  Would you make exception to yows noermal classification
secompensatiom rules?  Not & whole lot they can do other than
as noted above.
B. If so, on what basis?
1o Woork envirvonoment
Zo How much flexibility to keep a hook in them?
3. Conflict of interest issues? Competition? This is not
mueh of a probiem.

Lo How do you pay top peaople? As well as possible, but it is
limited because of DOE approvals to approximately $80-390, 000,

1 Fros/Cons or problems ivn your system Cardt offer as much
as some obthers. This makes it hard for some projects that
rieed a shove,
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What kirnd of workfoorce concept are you aperating under?

. Lifetime career, no layoff? Rasically, & lifetime careesr
opportunity uless a pooy performer, RBut do have some layoffs
when budgets are cut.

E. Only for duwation of project? N/A

C. Hire cutting edge recruits from school; edge out with slow
ralses after a few years, or?  Try to pay a competitive salary
too get them amd maintain the salary consistent with the

prey Fovrmarce.,

D, Fully experienced, provern talent From aother organizations?
A lot of experienced people are hired.

E. Goverrment/Military as & sowece? Very little little
sonreing form the govervment or military.

F. Revitalization of burned-out peaple? IFf so what, what
conditions? None.

Y. Employee Mobility
Do you move your professional staff? What levels? (e 1}s
Marnagemernt only? Techrnical? Have anly one location——N/A,
3. What problems, 1if any, are you having?
B, What soclutions are you using that work best?
C How do you keep transferees whole?
1. Family
2e Bpouse
. Becond wage earner
4. Gehools
3. Other
E. / fdditional services offered?
VI. General Support

Doo you have:

A. Secornd career support - Outplacement activity/conmsultant?
Norme except perhaps on layaff.
E. Do youw rely o short tevm "borrowing' of staff from
research organizations/universities. etc., (Cconditions
18-24 mornths; person goes back to priors job) —~ Conflict
of interest, sabbatical issues?  Noo

Ce. Flexible Berefits (Uppev mid—level to below OFFficer) M

page 4

Declassified in Part - Sanitized Copy Approved for Release 2013/01/17 : CIA-RDP90-00530R000501250005-9




